The current study has tested the predictors of job satisfaction and further tested the conditional role of fairness perception between the relationship of communication quality, job clarity, compensation, supervisor support, employee engagement and job satisfaction. The data were collected through survey questionnaire from managerial nurses working in the healthcare sector of Pakistan. The results partially supported the hypothesis testing the direct effect on job satisfaction. Furthermore, the interaction role of fairness perception in the relationship between 3 communication quality, compensation, and employee engagement with job satisfaction has been supported.
With Moderation Hypotheses
Hypothesis 6: The relationship between perceived communication quality and job satisfaction will be moderated by fairness perception. Hypothesis 7: The relationship between job clarity and job satisfaction will be moderated by fairness perception. Hypothesis 8: The relationship between compensation and job satisfaction will be moderated by fairness perception. Hypothesis 9: The relationship between supervisor support and job satisfaction will be moderated by fairness perception. Hypothesis 10: The relationship between employee empowerment and job satisfaction will be moderated by fairness perception.
Methodology
The data was collected from managerial nurses working in the healthcare sector of Pakistan. The questionnaires were distributed among nurses personally which include a letter explaining the purpose of the study, ethical code of conduct and Each item was explained as well. Utmost anonymity and confidentiality were assured to the respondents before distribution of questionnaires. A total of 236 Nurses returned the fill questionnaires. The current study deployed convenience sampling technique. The target population was selected on the bases of convenience (Kothari, 2004; Sharif & Bukhair, 2014; Qureshi, 2015; Nadeem et al. 2016; Afshan & Sharif, 2016; Ahmed et al. 2017; Brohi et al., 2017; Afshan et al. 2018; Ahmed et al. 2018; Pathan et al. 2018) . Based on the above hypotheses following research framework is derived which is as follows
The current study covered all the public hospitals, located in metropolitan cities of Pakistan. The Present study is unbiased in concluding the results. The research followed the directions of Dillman (1978) Fairness Perception strict policy of not disclosing any information about individuals who participated in the survey and provided their true perception of the organizational factors. Table 1 showed the outcomes of our structural model without moderation and with moderation too. The table consists of the results obtained from the data analysis which includes regression paths, standardized regression weights, standard errors, critical ratios, p-values and remarks of the hypothesis. The results shown a significant and positive relationship between communication quality (CQ) (B= 0.013; p < 0.000), compensation (CO) (B= 0.002; p < 0.008) and employee empowerment (EE) (B=0.004; p<0.000) in explaining job satisfaction (JS), whereas the in-significant impact of job clarity (JC) (B= 0.002; p > 0.094) and supervisor support (SS) (B= -0.002; p <0.807) in describing job satisfaction thus confirming hypotheses H1, H3 and H5. While during the moderation of fairness perception, the outcomes proposed the positive significant relationship of communication of quality (CQ) and fairness perception (FP) (B= 0.120; p < 0.003), compensation (CO) and fairness perception (FP) (B= 0.195; p < 0.000) and employee empowerment (EE) and fairness perception (FP) (B=0.003; p<0.000) in explaining job satisfaction (JS), whereas the in-significant impact of job clarity (JC) and fairness perception (B= 0.001; p > 0.441) and supervisor support (SS) and fairness perception (B= -0.002; p <0.260) in describing job satisfaction thus confirming hypotheses H6, H8 and H10. The R 2 shows that 48.2% of the variance in explaining job satisfaction is shown by the predictor variables. 
Data Analysis

Conclusion
This study tested the perceived communication quality, job clarity, compensation, supervisor support and employee engagement relationship with job satisfaction. The results supported the assumptions partially. Four out of ten proposed hypotheses was not supported by the results i.e. H2, H4, H7, and H9. The rest of the relationships are significantly positive which includes the positive relationship between communication quality, compensation, employee engagement and job satisfaction. Moreover, the support has been found for the moderating effect of fairness perception between the relationships of communication quality, compensation, employee engagement and job satisfaction. The results of this study are similar with that of Locke's (1976) work in which he stated that the individuals with high fairness perception may become subtler to the perceived job environment than for low fairness perception employees. In other words, a fairer job environment may induce or reduce various reactions among employees such as high satisfaction or high dissatisfaction. The inconsistency in the results opens for more future studies on the relationships tested above in different context and using different predictors to further broaden the understanding of the constructs and scholarship.
